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Abstract 
Lean manufacturing systems have been widely applied inused by manufacturing companies worldwide. 
However, low rate of  success towards lean transformation in many countries in making the transition to 
lean manufacturing had created a cause of concern. Many literatures publications had pointed out the main 
reasons for under performance is primarily due to the failure in managing the change process during 
transitioning to lean manufacturing from an existing system. This paper attempt to develop a framework 
that could assist organisation implements lean manufacturing system. This framework is of particular 
significance not only because it is about lean manufacturing, but also because it is set in a context of 
process change when transitioning to lean manufacturing. This study had employed an explanatory mixed 
method approach, which begins with survey distribution. Conducting in-depth interviews at Malaysian 
automotive companies further refines the general picture attained from the survey. The quantitative and 
qualitative results show the key factors to managing a smooth transition to lean manufacturing are: change 
readiness, leadership and management, the change change-agent system, team development and 
empowerment, communication, and the review system system. This stream series of lean implementation 
efforts steps serves as the basis for the development of organisational change framework for implementing 
a lean manufacturing system. This framework may add to the body of knowledge for both academics and 
practitioners. At the theoretical level, this framework has important strengths, because it explicitly framing 
the relationship between change management and lean manufacturing and the management of its 
implementation. Failure to recognize the required organisational changes to adapt an organization to a lean 
manufacturing system will hinder its the system's long-term benefits to the organization. This framework 
may also provide practitioners with a better understanding of the lean transition process to lean 
Archives Des Sciences Vol65, No. 4;Apr 2012 
manufacturing, which will to minimize resistance and conflicts; and thus improve its the system's chances 
of success. 
Keywords: lean manufacturing, organizational change, mixed method research, framework 
development, automotive industry 
1. Introduction 
Challenges created by today's global competition have prompted many manufacturing firms to adopt new 
methods of manufacturing management in order to improve their firms' overall efficiency and 
competitiveness. Lean manufacturing as a manufacturing management tool has taken the manufacturing 
industry firms by storm, and many firms have adopted lean techniques in many different forms and under 
many different names. 
It has been reported there were many attempts to implement a lean manufacturing system, even those 
attempts undertaken by organisations with the best of intentions, are often destined for failure at some point 
of their implementation (Fairris & Tohyama, 2002; Liker & Hoseus, 2008; Siegal et al., 1996). There have 
been numerous studies on the issues of involved in failures to implement lean manufacturing 
implementation. Fairris (2002) identified the piecemeal adoption of lean manufacturing, cultural differences 
(i.e. Western and Asian), and health and safety issues as the reasons for unsuccessful implementation of 
lean manufacturing. Liker (2008) and Jorgensen et al. (2007) stressed that the problems occurred due to 
skewed focus of lean tools and implementation methods. Balle (2005) believes that many organisations 
focused only on the application of tools and techniques in short-term problem solving or on quick 
achievements results and neglect the real true essence of the lean manufacturing philosophy. In other words, 
the main problems involved in implementing a lean manufacturing system lies in the result from a 
misunderstanding of the real fundamental concept and purpose of lean manufacturing implementation 
transition (Balle, 2005; Liker & Hoseus, 2008; Padget, 2004). 
In truth, lean manufacturing should be implemented comprehensively and be holistic in scope and 
content (Crute et al., 2003). Many researchers have argued that a transition to a lean manufacturing 
environment from a traditional environment requires cultural change within the organisation rather 
than a change in manufacturing or about manufacturing or technical issues processes (Balle, 2005; 
Sawhney & Chason, 2005). The transformations to lean manufacturing often encompass culture 
change and it usually involves a radical change in the structure, strategy, and culture of an 
organization (Smeds, 1994). A clear understanding is required to manage change within an 
organizational structure to ensured successful lean transformation implementation of lean 
manufacturing practices. It seems that many of the relevant literatures have discussed the transition to 
lean manufacturing transformation systems in great detail; little has been written from the perspective 
of change management issues but none has discussed it in the perspective on change management 
issues. 
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Although much has been written about how a lean manufacturing system should work, very little is 
has been said about how to change transform an existing manufacturing system to make it a lean 
system. There has been little scientific study and research applied on the mechanisms involved in a 
transition to a lean system and the effects of lean transition on these mechanisms have on existing 
manufacturing systems. However, there is clear evidence that a successfUl transition to a lean 
manufacturing system follows an emergent change approach to organisational change. The 
characteristics of an emergent approach strategy of change that are inherent and necessary to transition 
to a in lean manufacturing system appears to be under developed. This indicates a need to understand 
the effects of emergent change approach can have on an organisation lean manufacturing 
transformation. Implementing a lean manufacturing transformation system requires significant cultural 
and structural changes within an organization activities that can cope with dynamic and unpredictable 
environments. Issues such as change readiness, change drivers, internal and external organisational 
conflicts, and sustainable improvements should be taken into attention account to ensure the 
successful transition to lean manufacturing transformation. This study attempts intends to takes a 
modest step toward bridging the interdisciplinary and theoretical gap that exists between the 
organisational change literature, especially that concerning emergent change approach, and the lean 
manufacturing literature. The main aim of this paper is to develop a framework that could assist for 
understanding how to implement lean manufacturing in a traditional manufacturing firm. 
2. Literature Review 
Today, change is not an exception but an on-going process. Organisational change management is a 
practice that ensures personal elements are aligned with the a firm's business strategy, technology and 
business processes. Jones (2007) defined organizational change as the process by which organisations 
move from their present state to some desired state to increase their effectiveness. whereas, Greenan 
(2003), on the other hand, pointed noted that organisational change is the change in the requirements 
and distribution of power, skills, information, or communication with the changes in the distribution of 
skills and in skill requirement. Greenan (2003) suggested that, if a company is to change to a lean 
manufacturing organisation, the company must also needs to change the way they it values the 
different dimensions of work. 
So far, there is has been little discussion about the link between the organisational change management 
and lean manufacturing implementation. In fact, one of the major challenges of lean implementation in 
implementing lean manufacturing systems is guiding the process of change journey as detailed in the 
an implementation plan. This is because lean manufacturing requires change in a firm's structure, in its 
system, s and process, and in employee's behaviour (Motwani, 2003; Narang, 2008). 
The change to a lean manufacturing system is a radical process and not an easy task (Ahlstrom and 
Karlsson, 1996; Smeds, 1994). To create the foundation for lean manufacturing to take hold, a 
significant organisational changes must occur within the an organisation. According to Narang et al. 
(2008), the process of transitioning to lean transition manufacturing requires significant changes in the 
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functions of a company. In a study of managing the change toward a lean enterprise, Smeds et a/. 
(1994) proposes that the required changes require an emergent strategy. This is because lean 
manufacturing involves dynamically changing and improving the process for of continuous waste 
reduction. Cao et  al. (2000) suggests that the required changes in toward lean manufacturing can be 
divided into four categories. Table 1 shows the changes required during the transition to lean 
manufacturing. 
Table 1 : Organizational changes required in lean manufacturing (Cao et al. 2000) 
Categories in 
organisational 1 Changes in lean manufacturing I Authors 
1 multi-skilled workers 1 (2003). Stewart (200 1) 
change 
Changes in process 
Changes in function, 
co-ordination, and 
control 
Changes in values 
and human 
behaviour 
Application of the full set of lean tools, 
Changes in power 
James (2006), Motwani 
within the 
organisation 
Teamwork building, cross-functional 
movement, network relationships with suppliers 
and customers, information transparency, 
participative management, teamwork rewarding 
teamwork 
Teamwork, open communication and 
information sharing, continuous- improvement 
culture, knowledge learning and sharing 
Real et al. (2007), Motwani 
(2003), Scherrer-Rathje et 
al. (2009), Stewart (2001) 
Real et al. (2007), Worley 
& Doolen (2006), Motwani 
(2003), Stewart (2001) 
Decentralized responsibilities, autonomous 
leadership 
Karlsson & Ahlstrom 
(1996), Bamber & Dale 
(2000) 
Among all of the emergent change approaches, Kotter's Eight-steps model is said to have a 
long-standing high reputation that has flexibility in dealing with vast numbers of problems and issues 
that may be experienced during change (Sidorko, 2008). Kotter's model proposes eight steps for 
successful organisational change as shown in Table 2. 
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Table 2: Kotter's eight-steps model (Kotter, 1996) - 
Kotter's eightsteps to successful change 
$ie$l;  ( Establishing a sense of urgency 
r z  *4@.. 
,~fe$'g:' 
* *-++.,w+ 
Step 24 - "  
Kotter's eight-steps model can be divided into three categories, namely, preparation (steps 1 - 4), 
action (steps 5 - 7), and grounding (step 8) (Pfeifer et al., 2005). In the preparation stage, creating a 
feeling of change is crucial in order to get the required cooperation of employees and managers. The 
formation of such a guiding coalition is an essential component for the development and subsequent 
implementation of a change strategy. A company's vision and strategy can only be unleashed when all 
the people in the company have a common understanding through effective communication. In the 
action stage, the detailed implementation of the change strategy takes place. Meanwhile, the 
grounding phase is to ensure that the changes are anchored in the company's culture. Kegular checks 
must be made, as the reinforcement of these steps may require a longer period of time. 
Creating a guiding coalition 
Developing a vision and strategy 
- ,  





3. Research Method 
Communicating the change vision 
Empowering broad-based action 
Generating short-term wins 
Consolidating gains and producing more change 
Anchoring new approaches in the culture 
For this study, an explanatory mixed method design was employed. The necessary organisational 
change factors for lean manufacturing implementation were first investigated by using a quantitative 
method and then further refined by a qualitative approach. In this research, the quantitative and 
qualitative data were collected sequentially, where the first phase was survey distribution, and then 
followed by in-depth interviews to help explain or elaborate on the quantitative results. The advantage 
of this research design method is that the quantitative data provided by the quantitative analysis and 
results provides a general picture of the research problem; and then more analysisis done through 
qualitative data collection that will then refines, extends, and explains the general picture (Leech & 
Onwuegbuzie, 2009). 
3.1 Survey 
In this stage, a set of questionnaires was developed for data collection. To achieve the objectives of the 
study, the Malaysian automotive manufacturing companies were selected as the target population. The 
list of the manufacturing companies consisted of electrical, electronic, metal, plastic, rubber, and other 
automotive components. The manufacturing companies involved in this study ranged from medium to 
large companies, all with more than 50 fifty employees (Deros et al. 2006). The decision made to 
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include only companies of this minimum size in the study was based on the studies performed by Shah 
and Ward (2003), Bonavia and Marin (2006), and Perez and Sanchez (2000). Finding from their 
studies showed that small manufacturing companies are less likely to implement lean manufacturing 
concepts due to certain limitations and barriers. The personnel involved in these surveys were those 
from managing directors, manufacturing andlor production managers and executives, and also as well 
as quality managers and executives. 
The questionnaires consisted of four parts: (a) the background information of the organization 
(year of establishment, ownership, number of employees, and quality system certification); (b) the 
lean manufacturing implementation (implementation of lean practices); (c) the organisational change 
factors; and (d) the respondent background information of the respondent (job title, department, and 
years of employment). Questionnaire reliability test results proved the survey instrument to have a 
high degree of internal consistency with Cronbach's alpha values 2 0.70 and were therefore it is 
considered reliable. 
The initial emails containing the questionnaires were sent to 150 target respondents. Of the 
original emails, seventeen emails could not be delivered either because the email address was wrong 
or because the respondent left the company. Follow-up emails were sent a week later to either remind 
the respondents who had not yet responded and or to thanked for those who had already returned their 
questionnaire. A total of nineteen responses were returned, eleven of them were via online survey and 
the remaining eight were sent via email. This gives an exceptionally low response rate of 12.7%. 
However, the authors' were unhappy with initial response rate and seek other methods for sending 
supplemental questionnaire through postal mail. As a result of this, the number of responses rose to 
sixty and consequently improved the response rate to 40%. 
3.2 Case study 
Three Malaysian automotives manufacturing companies were selected for the an in-depth interview. 
These companies were selected based on their willingness to participate and their experience in 
implementing lean initiatives. The authors had prepared the data collection by first contacting each 
company to be studied to gain their cooperation, explained the purpose of the study, and recorded the 
key contact information. Prior to the case study, a semi-structured interview guide was developed 
based upon a common case study protocol inferred from the review of literature and a quantitative 
survey was performed prior to the case study. The interview protocol was developed to probe and 
determined what actions each case company had taken to implement a the lean manufacturing 
implementation system and to make organisational change efforts in each case company. In order to 
improve the research reliability; for triangulation purposes the same interview protocol was used to 
different interviewees. The need for triangulation arises due the ethical need to confirm the validity of 
the data obtained (Yin, 1993). The interview subjects are were questioned with regard to their actual 
experiences. The interviews conducted lasted for approximately two hours for each respondent. They 
are key company personnel in the company that were directly involved in the implementation of lean 
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manufacturing as shown in Table 3. 
Table 3: Summary of the Case Companies' Respondent 
Company A 
/ Year of employment 1 18 1 5 1 3 years I 
Assistant General 
Manager 







In order toIn order to create a strong foundation for lean manufacturing to take hold, a significant 
organisational changes must occur within the organisation. A correlation test was done conducted to 
ensure that a relationship existed between organisational change factors and lean implementation 
status. However, in this study, the produced data that have violated parametric assumptions, such as a 
non-normally distributed data distribution, for organisational change factors. Hence, to correct this 
problem, a non-parametric statistics, (Kendall's tau coefficient) was used. As suggested by Field 
(2009), Kendall's tau should be used rather than Spearman's coefficient when a small data set was 
involved as because the statistics generated by Kendall's statistics tau is a better estimation of the 
correlation between change factors and lean implementation status in the an organisation. 
Plant Manager 
Table 3 provides the correlations between each of the organisational change variables to and lean 
implementation status. The results illustrate a significant positive relationships with of change factors 
to lean status, as most of them are significant at p<.01 except for Review System, which is significant 
at pc.05. However, Reward System does not shown to have any significant relationship with lean 
implementation status. Therefore, it is proven clear that, higher lean implementation status can be 
associated with higher organisational change factors except for reward system. The highest correlation 
appeared between the lean clusters implementation status and production team (r= .464), followed by 
effective communication (F .441), and leadership and management support by middle management 
(F ,422). 
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Table 4: Kendall's tau correlation coefficient of organisational change variables and lean 
implementation status 
1 Organisational change factors I Lean status (r) I 
- - I ~ e a d e r s h i ~  and management support: the top I 0.301** 1 
Change readiness: the management 








Leadership and management support: the 
I Effective communication 1 0.441** 1 
0.422** 
Employee training 
Change agent system 
Reward svstem 
/ Review process 1 0.211 1 
Another important finding of this quantitative study wasis the Kruskal-Wallis test result on concerning 
organisational change factors in lean clusters, as shown in Table 5. The results showed that there are 
statistically significant differences of between organisational change factors in different types of lean 
clusters except for reward system. 
Table 5: Kruskal-Wallis test results on organisational change factors for non-lean, in-transition and 
lean companies 












Non-lean I In-transition 
Change readiness: the management - 
Change readiness: the employees 
Production team 
Leadership and management support: 
the top management 
Leadership and management support: 
the middle management 
Effective communication 
Employee training 
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4.2 Case Study 
The analysis of the case companies yielded interesting results. As can be seen, the three 
companies have different experiences compared to each other. Table 6 presents the a summary of the 
background of each case company's background involved in the study and shows that the three 
companies are significantly different compared to each other. 
I Lean effort 1 1996 (1'' attempt), 1 2004 (1" attempt), I Aug 2009 
Table 6: Summary of the Case Companies' Background 
I-.-- I 2002 (znd attempt) I 2007 (2nd attempt) I A 
The qualitative data gained from interviews conducted has resulted with in seven categories and 28 
twenty-eight child nodes as shown in Table 7. Those categories included change readiness, leadership 
and management, communication, change agent system, team development, workers empowerment, 
and review system. The most influential factor of on organisational change is change readiness. The 
keywords "create awareness of lean manufacturing", "ample attention and time for change process" 
and "create sense of need and urgency for change" appeared in almost all interviews with 
approximately 17% coverage. Organisational change factors such as change agent system, workers 
empowerment, and team development also have shown prominent coverage among the interview data. 
The interviewees interview participants agreed, with about approximately 16% coverage, that these 
factors lead to a smooth transition to a lean manufacturing system. Even though. Although the 
percentage coverage of the leadership and management factor category was small at 11.7%; however, 
all of the interviewees interview participants overwhelmingly agreed that management support is very 
important in lean manufacturing implementation. The keywords "clear direction and planning", 
"visible management support and commitment", and "clear understanding of lean manufacturing" 
were appeared prominently in the interviews. These findings hrther support the survey results, which 








Type of product 
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Ample attention and time for change process 
Create sense of need and urgency for change 
Create awareness of lean manufacturing 
Clear direction and planning 
Provide resources such as time, materials and money 
Visible management support and commitment 
Clear understanding o h  lean manufacturing 
Percentage of coverage ,,9.1 
Communication 
I Change agent 
system 
Provide more information on lean manufacturing 
initiatives 
Get feedback from workers 
Acknowledgement of lean achievement 
Information sharing between departments 
I Information sharing between management and 
workers 
Permanent staffs 
Competent in lean knowledge and experience 
Creative 
Formal lean manufacturing department 
Cross-functional team 
Teamwork 
I I FOCUS on continuous improvement I 
Autonomous team 
Workers Training on principles of lean and lean tools 
empowerment Reward system 
Review system Internal review 
External review 
To create the foundation for lean manufacturing to take hold, significant organisational changes must 
occur within the organisationthe organisation. This raises key questions: 
How the does a company change to implement a lean manufacturing system? 
How do organisational change factors assists these companies implement lean manufacturing system 
smoothly? 
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In order to establish an organisational change framework that supports the a smooth transition to a 
lean manufacturing system, a cross-case analysis was performed upon on the data obtained from each 
of the case companies. The findings were discussed based on discussed based on Kotter's 8 eight-step 
change model. Table 8 summarizes summarises the case studies and shows the organisational change 
elements within the Kotter's change model during lean transition. 
Table 8: Summarv of the case studies results 
Notes: + High; +/- Middle; - Low 
The cross-comparison among the case studies shows that, to a certain extent, all of the companies in, 
to a certain extent, followed Kotter's 8-step model in managing the change during lean transition. 
Apparently, Company A had as much more positive experience transitioning to lean manufacturing 
than Company B and Company C. The main elements in managing a change to a lean manufacturing 
system are readiness for change and implementing change. All of the case companies indicated a 
readiness to change by establishing the urgency for change, especially among the different levels of 
management levels. The management management of each company was able to convince develop 
this readiness in their employees by spending time inpromoting a transition to lean promotion 
manufacturing and training for its. Thus, the workers are were ready to accept the new changes. All 
respondent companies claimed that their top management are was very supportive to the lean 
manufacturing implementation, especially in Company A. The role of leadership and management is 
critical in the conversion to lean manufacturing. During the transition to a lean manufacturing system, 
the successful managers have given clear directions and detailed activities tasks to respective 
departments. In order to spread the motivation for change and ensure that the translation of lean 
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The successful implementation of lean manufacturing requires announcing, explaining, and preparing 
people for change and its effects; especially in the early stages of the transition to become lean. 
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Company A has managed to ensure that the lean manufacturing concept was conveyed to the entire 
company. However, for Companies B and C, the lean communication process were only able to 
revolved among managerial-level employees and supervisors in the communication process. The next 
step after communication is workers empowerment. Appropriate training on the concept and basic 
principles and concepts involved in lean manufacturing, as well as the reasons of for implementing a 
lean system, could create a greater level of understanding of lean manufacturing. It can also encourage 
motivation and innovation in the a company's work culture and in its employees' attitudes. Among the 
three respondent companies, Company A has created a well-developed lean training program when 
compared to Companiesy B and C. Generating short-term wins is also crucial to implementing lean 
systems. Companies A and C have conducted some initial lean projects which was conducted by their lean 
transition team. The purpose of these projects was to show some visible achievement of lean 
implementation in order to creates motivation and gain support and motivation to the lean team, 
management, and also operators. When management of the organisational change management 
process is successful, the company typically absorbs the change. 
The surveys and case studies were set out with the aim to assess the existence of organisational change 
factors in lean manufacturing implementation. It is apparent from the results reported that there are 
some critical effects of organisational change factors have some critical effects in on the transition to a 
lean manufacturing system. The key factors to in creating a smooth transition to lean manufacturing 
transition are change readiness, leadership and management, change agent system, team development 
and empowerment, communication, and review system. By identifying this series of lean 
implementation factors efforts are identified and will be the, they can serve as the basis of for the 
development of an organisational change framework in lean manufacturing implementation. 
5.0 Framework Development 
Yusuf and Aspinwall (2000) defined a framework as a "perospective set of things to do". According to 
Anand and Kodali (2010), a framework from an organisational perspective, can be described as a 
guiding torch that helps a manager in providing the necessary direction during managing the change 
management programmes that are implemented in an organisation. Such a framework may consist of 
various elements or blocks, which that an organisation needs to follow when it tries to implement a 
change in the way it currently way of functioning. A framework can also be communicated through 
diagrams, graphical representations, or descriptions. 
Based on the insights that have been identified through the mixed-method research discussed in the 
previous sections, the organisational change framework in lean manufacturing implementation, as 
shown in Figure 1, has been developed as shown in Figure 1. 
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Figure I : Proposed Organisational Change Framework for lean manufacturing system implementation 
The proposed change framework has two interacting cycles: Readiness for Change, and Implementing 
Change. The top circle of the proposed framework is more concerned with strategic alignment, while 
the lower circle stresses on the needs for workers to be understood, measured, and approved. For the 
change to take hold and succeed, the organisation and the people who work in that organisation must 
be ready for the transformation. The Readiness for Change can beis addressed by identifying and 
understanding the Need for Change, having clear and consistent Vision and Strategies, and creating a 
strong Change Agent System. In the initial stage, it is the responsibility of the top management to 
ensure that the Needs for Change are is well well communicated and established. This creates the a 
sense of urgency to change to a lean manufacturing system. Next, the top management should create 
and communicate the Vision and Strategies that everyone in the company can relate to. Strong 
leadership are should be capable of exhibiting excellent program management styles, permeates 
communicating the vision and strategy for a change program, and could highly motivating the 
workforce (Achanga et al., 2006; Stewart, 1998). The third stage in creating the readiness to change is 
the development of a strong Change Agent System. This Change Agent System is a system to one that 
assists the translation of change processes so that lean manufacturing concepts can could be 
understood by all people in the company. The role of a lean change agent is crucial because most of 
the employees are will not be familiar with the new lean work environment, and because it requires a 
behavioural and mindset change due to the different expectation for performance and value (Herron & 
Braiden, 2007; James, 2006; Jorgensen, et al., 2007). Therefore, it is important that those who lead the 
change projects should have the skills, competencies, and aptitude to implement lean manufacturing. 
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Implementing Change is very crucial in lean manufacturing implementation. The implementation of 
change must be aligned with the operational issues, so that people in the company can understand how 
they will be affected by the changes and what must be done to address the challenges in the transition 
have on the organisation. Team Development, Workers 'Empowerment, and System and Control are the 
essential sources for lean success. The fourth stage in implementing a lean manufacturing system is 
creating cross-functional teams as a supporting structure for lean implementation. Team building is a 
key factor for successful plans of actions. In teams, the employees will form continuous- improvement 
activity groups and learn new methods of doing work. In the next stage, the Workers' Empowerment of 
lean culture can be nurtured through training, motivation, and a reward system (Balle, 2005; 
Dahlgaard & Dahlgaard-Park, 2006). Appropriate training on the concept and basic principles of lean 
manufacturing, and as well as the reasons of for implementing a lean system can create a greater level 
of understanding of lean manufacturing and encourage motivation and innovation in the work culture 
and in the attitudes of employees attitudes (Crute, et al., 2003; Lee-Mortimer, 2008). The sixth step is 
System and Control. The ability to quantify the effort and progress towards implementing a lean 
system should enable more successful and long-lasting change. The elements processes that are 
normally typically monitored and analysed are performance measurement, communication systems, 
business and physical processes, and improvement records (Bhasin, 2008; James, 2006; Melton, 
2005). 
Following the framework through its circles another time will verify the change process and anchoring 
lean manufacturing in the an organisation's culture, where changes have become part of the "way we 
do things around here". In order toTo ensure successful and sustainable change processes, Efective 
Communication is crucial. Information transparency, knowledge sharing, continuous learning, and 
continual evaluation of lean implementation efforts will ensure the smooth transition to a lean 
manufacturing system. Miscommunication may lead to a misunderstanding of lean philosophy and 
concepts or, a misapplication of lean tools and techniques, and or creates confusion on concerning the 
employee's roles and responsibilities of employees (Worley and Doolen, 2006). 
Organisational change should be seen as a dynamic process, and lean manufacturing should be 
regarded as the intended direction outcome, rather than as a stable steady statestatus quo. Lean 
manufacturing represents a unique culture that grows and improves with time. For a successful 
transformation towards a lean system, people should need have a better detailed understanding about 
of lean manufacturing. They and also need to be aware about of the principles of organisational 
change management principles. 
Conclusion 
This study is among the few to link the implementation of lean manufacturing systems with 
organisational change management. The results from of this study suggest that, a company that intends 
to implement a lean manufacturing system should put emphasis on change readiness, leadership and 
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management, change agent systems, team development and empowerment, communication, and 
review systems. When considered together, the quantitative and qualitative results of this analysis 
indicate an interesting finding: successful lean manufacturing implementation put significantly 
emphasises responses in organisational change factors. A fundamental shift in its an organisation's 
management approach is required in order to introduce lean manufacturing systems. Therefore, a 
framework of organisational change management may represent a novel framework for explaining the 
overall concept of implementing lean manufacturing system implementations. 
This study responds to the request need for more a greater understanding of organisational change in 
when implementing lean manufacturing systems. The empirical evidence from qualitative studiesy 
validatesd the statement notion that the successful implementation of lean manufacturing has 
followsed the emergent change approach in organisational change management. The findings of this 
study are in alignment with and support the work of Smeds (1994), which reported the that the 
changes involved in lean manufacturing implementation is follow an emergent strategy as because the 
transformation requires a paradigm shift in the structure, strategy, and technical side capabilities of the 
an organisation. Furthermore, from a practitioner's point of view, the results from this study have 
important implications. Practitioners are often very keen to implement lean manufacturing systems, 
but they there also exhibits a lot great deal of uncertainty to about the process of implementation. 
Failure to recognise the required organisational changes required to adapt to a lean manufacturing 
system will hinder the long-term benefits of lean manufacturing to anthe organisation. This framework 
of organisational change is intended to provide practitioners with a better understanding of the 
transition to lean transition systems andas well as a clear guidance to on how to minimise the conflicts 
and resistant to the implementation of lean systems, and thus improving its the chance of success. 
This study's limitation may offer an opportunity for improvements and thus suggests ideas for future 
research. In this sense, "limitations" and "future research" are tied together. Apparent limitation is that 
the proposed organisational change framework needs verification and testing. In order to ensure that 
the factors that need to be taken into account when implementing lean manufacturing. Therefore, it is 
important to test and apply the this proposed framework in real working environments to further refine 
it and eliminate any weaknesses that it might may have. The authors recommend that an action 
research study may be beneficial for this any future research. Problems faced from theby a case-study 
company could then be feedback incorporated into the framework for further improvement and 
modification. 
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